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ABSTRACT
The relationship between Job Satisfaction of Teachers in
Ethiopian Secondary Schools and School Climate Leadership Behavior
Working Conditions and Certain Demographic Variables of the
principals.
Berou, Ayalew, Ed.D. Atlanta University, May 1987
Chairman, Dr. Trevor T. Turner
The study investigated the degree of relationship that existed
among teachers' Job Satisfaction, School Climate, the principal's
leadership behavior and certain demographic variables in Ethiopian
Selected Secondary School principals.
Nineteen (19) Addis Ababa selected secondary school principals
and 950 teachers were used to collect data.
The teachers were asked to conplete the OCDQ, LBDQ (Halpin, 1957)
and also to respond to a questionnaire on Working Conditions, and Job
Satisfaction (designed by the researcher).
All the principals of the Selected School were given a questionnaire
requiring Demographic data. The nine hundred and fifty (950) teachers
were randomly selected from a population of 1,137.
From those responding 427 useful questionnaires were obtained, which
is about 377o (N-427). Miltiple Regression Analysis, T-test, and Pearson
r. Correlation were used to analyze the data.
(iii)
Ihe result of the multiple regression analysis shows that the
variable with the strongest influence on job satisfaction is working
conditions, accounting for 317o of variance in the irdependent variable,
rsq - .3110: The next with strongest influence is leadership behavior
accounting for 8.77, of variance in job satisfaction while school climate
contributes 17, of variation in job satisfaction.
The Beta weight for working conditions is .3743, leadership be¬
havior has a Beta of .3292, vhile school climate has a Beta of only
.0984. TVra schools were further chosen for conparison of how the four
variables operated in those two selected schools which is General Wingate
and Ethiopia Tikdem No. 1. Using T-test for data analysis, the result
shows that General Wingate has more job satisfaction with a mean score of
3.14, than Tikdem with a mean score of 2.46. The T-test result further
shows that Tikdem has a more open climate with a mean score of 2.8.
From the findings it was observed that in order to increase job
satisfaction of teachers in secondary schools in Ethiopia the Ministry
of Education must act to improve the working conditions in the schools
and to encourage the principals to be more open and democratic in their
leadership style.
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Ethiopia is the oldest independent country located in North
East Africa. For centuries Ethiopia was ruled by Kings and Queens.
The last King of Ethiopia was Hailes Sellasie First. Up to the end
of his regime, both the church and the state were under the direct
authority of the Enperor.
Since the military take over in 1974, the authority of the
government has been separated from the church, leaving the church
extremely powerless. Education in Ethiopia was for centuries in the
hands of private institutions, mainly the Ethiopian orthodox church.
Emphasis was laid in religious rather than secular education. Pri¬
marily, the few institutions existing were only for the training of
children of the rich people.^ At present education is neither
compulsory nor universal by law, but public education is free from
primary to college level funded by the Ethiopian government. The
school enrollment ratio is 14 percent for the primary school age group
(15-19) for combined enrollment ratio of 79 percent. Girls constitute
32 percent of primary school enrollment, 29 percent of secondary school
enrollment, and 9 percent of post secondary school enrollment out of
42,323,000 population as a whole.
There is considerable difference between urban and rural school
enrollment ratio. Nearly 65 percent of urban children of school age
attend school, while the relative percentage for rural children is only
4 percent. Overall, Ethiopia ranks 130th, out of 168 countries in the
world in adjusted school enrollment ratio. The schools consist of eight
years of elementary school, and four years of secondary school.
^eshome G. Wagaw, Education in Ethiopia Prospect and Retrospect
(Ann Arbor, Michigan: The University of Michigan I^ess, 1979), p. 22.
^Encyclopedia of the Third World, 1st ed., s.v. ’’Ethiopia, ”by
G.T. Kurian.
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Language. Airharic is the official language. Tigrinya, Orominga,
some Arabic and others are spoken. Only the elites speak English and
French. Aniharic is taught as a subject at all levels of education.
It is the medium of instruction in primary schools, but English is the
medium of instruction in primary and secondary level to university
level. The school curricula is a mixture of British and French models.
The alien character of the curricula is reinforced by the lack of
locally written texts and absence of well trained native teachers. The
academic year runs from September to June.
The education system of Ethiopia in the past was based on burea-
cratic establishment of the power of the Enperor. The Emperor alone
had the relative personal security and power to introduce change and not
feel threatened by it.
Since education was purely sectarian, the teachers were mostly
missionaries from abroad. Most of these mission administrators and
teachers possessed the minimum education. Most of them had only high
school diploma to be qualified as mission teachers. The distinct thing
that existed in Ethiopian education was that language instruction and
moral education were emphasized. Since the success of any organization
3
depends on the leader, the quality of education in Ethiopia depended
largely on the leadership of the principals. However, the principals
did not have masdinum educational training to carry out their administra¬
tive duties. Given a skeleton of a few months of administrative train¬
ing after hi^ school diploma they were sent out to administer the schools.
These principals were only to go "by the book."
The principals were purely bureaucratic, non-motivated instructional
leaders whose motives were to produce indigenoiis leaders who woiiLd remain
urxier the power of the Enperor forever. According to Crozen as quoted by
Hoy and Miskel, the educational system of a given society reflects the social
Wayne K. Hoy and Cecil G. Miskel, Educational Administration '^eory:
Research and Practice, 2nd ed. (New Yorkl Random House, 1982), p. 221.
/
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system, and at the same time it is the main force perpetuating it.^
It may be perceived as the most powerful means of social control to
which individuals must submit and as one of the most universal models
of social relationships to which they will refer later.
The educational system in Ethiopia up to the revolution of 1974
reflected these principles. The church and the state were linked to¬
gether. Hence, the Emperor, as the head of the nation, controlled
both. Thus, the standard of curriculum for Ethiopian education was
designed to suit a dozen elite groups and the Emperor's purpose. This
type of closed system minimized the activities of the principals and
teachers to be agents of change. Rather, they maintained the status
quo.
In a bureaucratic system, people may achieve, but at minimum level,
with only minimum resources. The leadership had to rely on the enperor
for provision of educational, social, econanic and political materials
necessary for the successful operation of the society.
This was the reason why the students received minimum education with
limited resources and non-availability of good climate and environment for
sound and proper education.
Wagaw (1979) observed that all teachers were mostly foreigners.
Primary and secondary schools were limited in numbers. Since 1974, the
ministery of education in conjunction with Addis Ababa University has
tremendously inproved curriculum development by training more high school
teachers and high school principals to inprove the quality of education
for its citizens, with their limited resources available to them,accord¬
ing to the nations budget for education.
In the past the curriculum was designed by priests who had no
teacher training, or training in general education, and none in adminis¬
trative knowledge for instruction. The essence of education here was
to train young Ethiopians for means of livelihood.
^Hoy and Miskel, Educational Administration Theory: Research and
Practice, p. 77.
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The problems affecting the Ethiopian education system can thus be
classified as:
1. Poor Leadership. The administrators lacked the skills
and potential to carry out their duties. In the past,
they were also restricted by the emperor's authoritarian
form of government, in promoting effective leadership.
2. Lack of Professional Knowledge arri Skill. The
teachers, mainly foreigners only had a few months
of religious training and were also vocationally
oriented. Hence, they were unable to op)erate a
standard curriculum that could provide maximum
knowledge for Ethiopian students.
3. Lack of Human Relation Skills. It is obvious that
workers in a system will have different values,
beliefs and motivations; such was so in Ethiopia.
Where the leadership is weak, it is unable to bring
people together in appropriate circumstances in
order to achieve the school's goal and objectives.
To do this, the leader must have special skills and good
human relations.
4. Lack of Organization Skills. The principals and
teachers in Ethiopian schools were not competent
in developing a plan of operation, they could not
build an organizational framework to get the job
done and yet maintain a level of morale within the group.
5. Lack of Conceptual Skills. Both the principals and
teachers could not cortprehend the vastness of the
entire educational enterprise because the perspec¬
tive with which they viewed it was limited by their
exclusive preoccupation with only one particular
portion of the total task - means of livelihood.
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A. RESEARCH PURPOSE
Ihe purpose of this research was Co investigate Che degree of
relationship that existed among teachers Job Satisfaction (dependent
variable), School Climate, The Principal's Leadership Behavior,
Working Conditions (independent), and certain Demographic Variables
of the Principals.
The study sought to examine the relationships among the
aforementioned variables through the following research questions:
1. What is the relationship between Job Satisfaction
and School Climate?
2. What is the relationship between Job Satisfaction
and leadership behavior?
3. What is the relationship between Job Satisfaction
and working condition of teachers?
4. Will there be relationships among Job Satisfaction,
School Climate leadership behavior and working con¬
ditions?
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B. Justification for the Study
Several studies have been conducted showing relationships
between leadership behavior and sex, between leadership behavior and
experience, between leadership behavior and qualifications, but only a
few of these studies show the relationships among leadership behavior,
sex, experience, qualification and school climate.
Especially, this is the first kind of study to be conducted
investigating how leadership behavior has affected the working conditions
of teachers in selected Ethiopian high schools. Although, about half a
dozen books have been written highli^ting the bureaucratic system of
education in Ethiopia, and the modem development in education in Ethiopia,
research has never been conducted to show how the system actually affects
the working conditions and job satisfaction of teachers.
In an authoritarian management system, if there is a positive
relationship between leader behavior and sex, leader behavior and ejqjerience,
leader behavior and qualifications, leader behavior and school climate,
administrators and school teachers should move towards humanistic
orientation in terms of teacher's working conditions. But, if the result
is negative, administrators and teachers may have to revise their beliefs
regarding the role of humanistic orientation.
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^>art from the above, the teachers who have negative beliefs lack
motivation, job enrichment, growth status, and achievement. Herzberg^
in his two factor theory, said that the presence of certain factors acts
to increase an individuals's job satisfaction, but absence of these
things does not necessarily cause job dissatisfaction. The gratifi¬
cation of certain factors called motivators, increases job satisfaction
beyond the neutral point, but vhen the motivators are not gratified, only
minimal dissatisfaction results. On the other hand, vhen hygiene factors
are not gratified, negative attitudes are created, producing job dissatis¬
faction. In Ethiopian school systems, compared with other nations, the
interpersonal relations among subordinates is low, there is little possi¬
bility of growth, and the scale is extremely poor. The supervision is
technical, tlrere is little respect for status, the job security is low and
the working conditions are poor.
Despite the strong influence of the educational bureaucracy, the
principal has some opportunity to influence the climate of his school ard
the morale of his teachers through his leadership style.
In this type of authoritarian situation, the emphasis is laid on
production. Unfortunately, the production here is as directed by the
national law.
In short, the education system of Ethiopia is closed. Aloofness,
hindrance, production emphasis and disengagement are high, vdiile trust,
intimacy, consideration and esprit are low. All these things can produce
teachers frustration and apathy.
^F. Herzberg, The Motivation to Work, (New York: Wiley, 1959), p. 148.
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C. The Context of the Problem
Education in Ethiopia is conducted in an authoritarian management
method. In the early history of Ethiopian education, the institutions
were primarily governed by the Ethiopian Orthodox Church whose employees
(teachers and administrators) were predominantly foreigners - Catholic
priest from European countries.
Since the church and the state were controlled by the Emperor,
the manpower and intellectual needs of the church education was met
in a limited way. Traditionally, edix:ation in Ethiopia fell to the
church. The institution consisted primarily of memorization of religious
texts in Geez (an ancient language, unintelligible to the students and
usually also to the teachers).
More advanced instruction was reserved for those selected boys vho
were to become debtaras, or "learned clergy" in the church. However,
girls were not allowed to become clergy. The advanced study consisted
of music, church dancing, and the art of Ethiopian poetry. The school
of poetry was unique in requiring the students to make use of his own
imagination and creativity.^
Thus, ignorance and poverty perverted Ethiopia until 1908, when
Menelik opened the first government school. The products of these
schools (about three-fourths) were murdered by the Italians in the
1930's, vhlch left Ethiopia with no schools products of its own.
^D.C. Korten, Planned (^nge in A Traditional Society, (New York:
Praeger Publishers, Inc., 1972), p. Z8.
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At the reconstruction of Ethiopian education in 1941, by Emperor
Haile Sellasie, there were not enough educated individuals to become
teachers. There were few materials and very little money was allocated
for educations.
Heavy reliance was necessarily placed on foreign school employees of
diverse backgrounds. For many years, these foreigners were the only
teachers at the college and secondary levels, except in Amharic language.
This created much confusion and made development of a coherent educational
philosophy nearly impossible. Progress was further hindered by the fact
that teachers of lower grades were frequently primary school failures them¬
selves. For exanple, in 1953, of 2,013 Ethiopian teachers then teaching
in government schools, only four had any training at the college or univer¬
sity level. Only 205 had even conpleted the eigth grade. Steady inprove-
ment has been made, however; by 1964-65, 45 percent of the elementary
schools teachers had nine or more years education.
The teaching national service program organized in 1964 made
university students go to the rural areas for a year of service. Most
of these students taught at the junior secondary level. This national
service program not only provided additional Ethiopian teachers, and
gave villagers a greater exposure to the relatively few elites with whom
they could identify more readily than with the foreign teacher, but it
also helped to keep the majority of university students more clearly
aware of the realities facing their country in its effort to develop.
Educational progress in Ethiopia has been rapid, when considered in
the context of a nation that, in 1914, was almost totally illiterate.
From 1955 to 1966, enrollment in elementary schools increased from 144,954
to 409,710. At the secondary level in general education programs.
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the numbers of teachers increased from 5A to 1,998, vMle the number of
students increased from 2,699 to 66,312 during the same p)eriod. By the
1964-65 school year, there were 1,643 students enrolled in the university.^
At present Ethiopia is a socialist state since December 1974, and still
is under military regime. There are several elementary/secondary junior
colleges, university college and one major university for 42,233,000
papulation (1986 estimated). In 1980-1981 there were 48,833 teachers,
2,130,715 primary student, 427,597 secondary students. Until 1975, there
were three types of private schools: (1) elite private schools (main¬
tained by foreign conmunities or native organizations), (2) mission
schools, and (3) traditional church schools. In the early 1970's there
were 679 private schools accounting for 14 percent of school enrollment,
373 mission schools accounting for 9 percent of school enrollment, and
132 church schools accounting for 2 percent of school enrollment. In 1975,
most private schools were nationalized. However at present, the demand
for mass education is great and education in Ethiopia is free and, after
a rapid growth in number of schools, it is hoped to increase compulsory
primary education shortly. A major literacy campaign was launched in 1979.
By 1983, more than ten million people had been enrolled for tuition pro¬
grams and the adult illiteracy rate was reportedly reduced from 93 percent
to 46 percent. Ethiopia under this military government was awarded for
the first time the 1980 UNESCO international literacy prize. Since Septanber
1976, most primary and secondary schools have been controlled by local
^Korten, Planned Change in a Traditional Society, p. 22
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peasant associations and urban dwellers associations. As a proportion
of children aged seven to twelve years, enrollment at primary schools
rose from 16 percent in 1970 to 46 percent (60 Percent of boys and 33
percent of girls) in 1981. Secondary enrollment in 1981 was only 12
percent of children aged thirteen to eighteen.
However, problems of low educational standards, poor curriculum in¬
struction, lack of materials, poor physical plants, marginally qualified
teachers, low teachers salary, and low teachers morale continue to
plague much of the school system. Harbison and Myers in their compara¬
tive study of human resources development, classified Ethiopia to be the
g
most backward in education. Hoy and Miskel said that the educational
q
system of a given society reflects that social system.' Ethiopia is
still poor; under poor leadership only a little can be achieved. When
a leader is poor, the followers will lack professional knowledge and
skill, human relations, organization skills, and conceptual skills. In
this type of condition, Blake and Malton said that "the leadership is
inpoverished, "minimum influence is exerted in interaction with
others, little concern for production or people is expressed, most
activities performed are routine. Despite the above, the authoritarian
system still existing, under the present Marxist government, even
though, the aim of the government is to educate the masses in acquiring
^rten. Planned Change in a Traditional Society, p. 29.
q
Hoy and Miskel, Educational Administration Theory: Research and
Practice, p. 77.
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mlninum mastery skills. Hence, the teachers are conpelled to follow
strictly the guidelines of the Ethiopian Ministry of Education in
teaching the students. In essence, the school curriculum is designed
to promote minimum education and mastery skills for the masses for
their means of livelihood in the future.
The curriculum development generally is the duty of the Ministry
of Education, approved by the Ethiopian Secretary General of the party.
All textbooks are thoroughly reviewed in advance, so as not to promote
democratic view of any nature. Teachers work under the fear of termina¬
tion of appointment, transfer to remote areas, suspension without pay
and fear of demotion, if they fail to agree with administrative policies.
Teachers are not participating in any kind of decision and formulation
of policies which affect their working condition.
In an environment of this nature, the system is a closed one. It is
bureaucratic and authoritarian. The system of educational operation is
mechanistic.
11
According to Hoy and Miskel, schools that follow the
mechanistic model define roles, rigjits and obligations and statiis
distinctions precisely (i.e., are highly formalized and stratified);
have an elaborate system of rules and regulations (i.e., are highly
formalized); have a hierarchial structure of control and communication
(i.e., are highly centralized); and place little emphasis on the exper¬
tise of teachers (i.e., are not very complex). In this type of system,
Malton, The (■lanagerial Grid, (Houston, Texas: Gulf, 1964, p.lO.




the teachers are denied a strong voice in "decision making and teachers
are carefully observed and controlled." Given such a system, Ethiopian
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Beyene (1982) conducted a study to determine vMch supervisory
techniques are widely used in Ethiopian schools. He reviewed the pro¬
fessional literature in the field of supervision and conducted a ques¬
tionnaire among Ethiopian teachers, supervisors and former educator,
based on twenty-six common supervising practices selected from litera¬
ture. The findings of the study revealed that:
1. The following supervisory techiiiques were felt to be
very useful and highly applicable by a relatively
high percentage of respondents;
a. Training and guidance.
b. In-service training or worshops.
c. Demonstration teaching by supervisors.
d. Individual conference with teachers.
e. Classroom visitation and observation.
2. The respondent favored non-authoritarian forms
of supervision over authoritarian techniques and^2
felt the strong need for more teacher education.
Baugh (1978) investigated the relationship that existed between
organizational climate and communication climate in the high schools in
the state of Utah. He used organizational climate description question¬
naire (OCDQ) and the conmunication climate inventory (CCI) on fifty-four
principals and 160 teachers from selected high schools in the state of
Utah to collect the data. Pearson product-moment correlation coeffi¬
cients were used to analyze the data. The result showed relationships
between:
1. Organizational climate and communication climate.
12
B. Tilahun, (1982) "The Kind of School supervision Needed in Developing
Countries, Case Study: Ethiopia" (Ed.D dissertation. University of Maryland,
1982), p. 2168-A
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2. Organizational climate and each of the six dimensions of
disengagement, hindrance, esprit, thrust, and considera¬
tion.
3. Each of the six dimensions of communication climate and the
organizational climate dimensions of disengagement, hindrance,
esprit, thrust, and consideration at the .05 level of significance.
Balock (1981) conducted a Study to identify teachers' perceptions
of the relative influence of selected factors affecting morale that fall
within the principal's sphere of influence, and to what degree teachers
perceived principals currently meeting these demands. He used the
teachers morale factor survey on 297 elementary and secondary teachers
selected in the Los Angeles united school district. A variety of statis¬
tical procedures including chi-square,, t-tests, correlations, and multiple
regression analysis were used to analyze the data. The findings showed
that: (1) teachers selected the item fairness and consistency as the
hipest rated item affecting teachers morale, (2) principals were given
an overall grade point average of 3.03 on their morale leadership, (3)
teachers graded their principals highest on warmth and friendliness. In
overall conclusion, principal leadership factors affected teachers morale
rrore than faculty social climate factors. Teachers were more desirous of
14
fair, supportive principal than merely a warm and friendly one.
School Climate
Echols (1980) focused her study on two basic goals, First,
^^C.S. Baugh, "Organizational Climate and Comrwnication Climate in
Schools: A Relationship Study Conducted in Selected High Schools in the
State of Utah" (Ed.D. Dissertation, Brigham Young University, 1978), P. 3838-A
^^D.W. Balock, 'Terceptions of Selected Morale Factors Within the Prin¬
cipal's Sphere of Influence: The Development of A Practical Tool for Principles"
(Ed.D dissertation. University of Southern California, 1981), p. 24-A
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she wanted to investigate the evolution of the school cliinate during
the first year of a new principal's assignment. Second, she undertook
to investigate the relationship between the school climate and the
leadership behavior of the principal as perceived by both the principal
and the teachers.
Data were obtained from twelve principals and 335 teachers in
twelve elementary schools in four suburban, independent school districts
with the following findings:
1. The theory of an internal generative effect remains
inconclusive. The open climates did not become more
open and vice versa.
2. Schools with newly appointed principals can be differentiated
on the basis of climate and leadership of the principjal.
This differentiation can be made any time during the academic
year.
3. A relationship exists between the leadership behavior of
the newly appointed principal and the school climate.
4. It cannot be assumed that perceptions of teachers and
newly assigned principals regarding climate and leader¬
ship becOTie more similar over time.
5. Any change in school climate during the first year of a
principal's incumbency must come from sources other than an
evolutionary one e.g. first inpression, planned change
process or procedure.
The author used Instruments techniques such as organizational cli¬
mate description questionnaire (OCDQ) and supervisor behavior descrip¬
tion to collect data. (SSD)^^
^\.W. Echols, Focused her study on two basic goals. First,
she wanted to investigate the evolution of the school climate during
the first year of a new principal's assignment, p. 6085-A
/
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Neil T. Anderson (1982) has focused his work on two directions:
(1) to examined the relationship between the perceived leader behavior
of a pjastor and the morale of his associate staff, (2) to determined
the leader behavior of an ideal pastor as perceived by his associate staff.
Four assunptions (hypotheses) were examined:
1. There's a significant difference between the real
and ideal perception of the pastor's leader behavior
as perceived by his associate staff.
2. This pastor's leader behavior is significantly related
to the morale of his associate staff.
3. This ideal behavior should be as high in both initiating
structure and consideration.
4. This perceived leader behavior is not significantly related
to sex, age, seminary education, or length of paid ministerial
service of the associate staff.
Data collection was made upon the population of the Southwest
Baptist General Conference based on LBDQ tests and a study of group
morale tast.
Findings are supportive of the hypotheses stated earlier.
^^T.N. Anderson, 'The Perception of Pastoral Leader Behavior and Its
Connection with the Morale of the Associate Staff in the Southwest Baptist
General" (M.D dissertation, Peperdine University, 1982), p. 3624-A
V
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R.J. Oppenheimer (1981) has done a research on Evans, Dessler
and Mitchell theory of leadership, the author attempts to further test
the path-goal theory of leadership. This theory enphasizes leader's
effectiveness with regard to subordinate satisfaction, motivation and
performance, depending upon personal characteristics and the environ¬
mental demands faced by the subordinate.
The categories that were tested are the leader's behavior, the
leader's role clarification, the participative leadership, and the
leader's support. These data were conducted on 269 managers, supervi¬
sors, and professional personnel.
The findings of the study are limited. The use of the heirarchi-
cal multiple regression analysis specified three way interactions are
significant. Those findings, argues the author, failed to indicate any
consistent patter of results. Only half of the collected and tested data
(twenty-seven of fifty-two) provide directional support consistent with
the hypotheses. Because further testing of the theory has been recom¬
mended for specific modifications, basic support and findings have not
18
been clearly presented in this work.
^^Robert J. Oppenheimer, Evans, Dessler and Mitchell Theory of
Leadership, 1981, Eric - p. 42, item 24.
Morale
Devault (1981) conducted a study to determine the relationship that
existed between the leadership styles of principals and teacher morale in
the secondary school of Virginia, and between selected demographic variables
and leadership stages and teacher morale respectively. He used Stogdill's
leader behavior description questionnaire. Form XII, Purdue teacher
oplnlormaire, and five of Its cpestiomaires for principals on 270 teachers
and principals randomly selected from thirty-five secondary schools in
Virginia, to collect the data, correlation analysis, and t-test were
utilized to analyze the date at .05 level of significance.
The Major findings were;
1. There was statistically significant relationship between
leadership styles of principals and teacher morale in
Virginia high schools at .05 level.
2. Statistically significant relationships were found between
each of the twelve leadership dimensions and total teacher
morale scores.
3. There were statistically significant relationship between
each of the ten morale factors and total leadership style
scores.
4o Statistically significant differences were found in
principal leadership styles as a function of principal
leadership styles as a function of the principals exper¬
ience at his present position.
5. Teachers morale in Virginia secondary schools differed
significantly as a function of the principal’s years of
experience as a hi^ school principal and the principal’s
years experience at his present position.
6. There were statistically significant difference in teachers
morale as a function of the age and sex of the teacher, and
of both the teacher’s total years experience and the exper¬
ience at the present position.
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7. When all personal and school demographic variables were
controlled for, statistically significant relationships were
still present between principal leadership styles and teacher
morale.
The overall conclusion showed that there was statistically significant
relationship between principals leadership styles and teachers morale
19
in the secondary schools of Virginia.
Noto (1979) conducted a Study to determine the difference that
exists in the perceived attitudes of top management and middle manage¬
ment in the educational administration of the public school system in
Louisiana. He used the Thomas-Kilmam conflict mode instrument to
conduct a questionnaire of one-hundred members of top management
(superintendents and assistant superintendents), and one-hundred
members of middle management (principals).
The study was done with seventy members top management and
seventy-nine members middle management. ANOVA and MANOVA were used
respectively to analyze data. The ANOVA was significant at the .05
'>0
level, vMle the MA>X3VA was insignificant at .05 level."
19
J.A. Devault, "A Study of the Relationships Between Principal
leadership Styles and Teacher Morale in the Secondary Schools of Virginia”
(Ed.D Dissertation, University of Virginia, 1981), p. 3165-A
20
M.G. Noto, 'Terceived Attitudes of Top Management Toward Conflict
as Cotipared to Mddle Management in the Public School Systems in Sixty-
four Parishes of Louisiana" (Ed.D dissertation, George Peabody College




Ac Beardsley (1977) sou^t to examine the predictive relationship that
exists between these aspects of bureaucracy (hierarchy of authority, job
codification and rule observation) and two aspects of alienation (power¬
lessness and meaninglessness. He administered an instrument pertaining
to bureaucracy and alienation among all the sixth grade students in a
public elementary school system. The result of his data showed that
bureaucracy was a predictor of student alienation, vdien each classroom
was treated as a separate unit. A significant predictor of meaningless¬
ness was found to be rule observation. It is extremely inportant that
both school and teachers be accepted by the students as legitimate
21
forces in their lives.
Beardsley, "The Relationship of Bureaucratic Climate in Public
Schools to Alienation of Elementary School Students" (Ed.D dissertation.
State University of New York at Buffalo, 1977), p. 554-A
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Leadership Style/Behavior
B. Tseng (1985) investigated the relationship that existed between
principals' leadership style and teachers professional zone of accep¬
tance in junior high schools. He used LBDQ (asessing principals'
leadership style), and the Chinese version of profession zone of accep¬
tance inventory (PZAT) on teachers from fifty-eight public junior high
schools in Tapei, China. Statistical analysis system (SAS) was used
to analyze the data, vMle analysis of variance, the Scheffy multiple
comparison, correlation, partial correlation, and independent t-test
techniques were used to test the hypotheses at .05 statistical signi¬
ficant level.
The findings showed: (1) principals with a leadership style that
is strong in initiating structure and high in consideration have the
widest professional zone of acceptance of teachers, (2) principals with
consideration liave the narrowest profession zone of acceptance of teachers,
(3) initiating structure leadership behavior is not really more strongly
related to teacher professional zone of acceptance than consideration
bel^vior, and (4) there are significant positive relationships between
the teachers' professional zone of acceptance and teachers sex, age, level
22of education, and total years of teaching experience.
G. Loher (1982) examined the leadership styles exhibited by
Michigan school superintendent in relation to school district size,
marital status, time served as a teacher before becoming a super¬
intendent, and time served as a s^3erintendent. He administered a
questionnaire vhich utilized the LBDQ form XII to 363 superintendents,
while other sociological factors - aforementioned were determined by
questionnaire. Ihe result showed that there was no support for any
22d.T. Tseng, (1985), "The Relationship Between Principals" Leader¬
ship Style and Teachers' Professional Zone of Acceptance in Junior High
Schools of Tapie, the Republic of CMna" (Ed.D. dissertation, University
of North Colorado, 1985), p. 869-A
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of the relationship mentioned above. The overall findings showed a
tendency to a high relations oriented leader if one had first been a
23teacher for seven or more years.
A. Carter (1982) investigated the interrelationships among
teachers* perceptions of site level administrators leadership style,
school climate, and teachers esqjressed levels of satisfaction or
dissatisfaction with the terms of the negotiated work contract. He
used a descriptive research design questionnaire to collect data
from public school teachers in unified school districts. The
findings of the study were that leadership style that is perceived
as allowing for input from teachers has positive effects on school
climate. There are relationships among school climate, affect,
leadership style and contract satisfaction, while the interpersonal
areas of leadership and school climate affect satisfaction with the
contract. The overall conclusion is that leadership style that is
perceived as considerate and school climate allowing for input are
related, as are contract satisfaction with work conditions and school
climate.
Morris (1980) had studied the leadership styles of principals
as perceived by themselves, and leadership styles as perceived by
teachers randomly selected from the thirty schools. For data
collection, an outside structured interview was used. The leadership
effectiveness adaptability description-self and other twenty items
instruments developed by Eignoi, Hambleton, and Blanchard were used to
gather data on the leadership styles of principals as by self and
others. The Nfyers-Buggs personality type indicator was used as the
Loher, (1982) "Leadership Styles in Educational Leader Posi¬
tions: An Investigation of Some Coninon Factors in Socialization and Em¬
ployment Environment Conditions" (Ed.D dissertation. Western Michigan
University, 1982), p. 3173-A
^^A. Carter, (1980), "Relationships Among Teachers' Perceptions of
Site Administrators'Leadership Style, School Climate, and Teachers* Satis¬
faction with the contract" (ED.D dissertation. University of Southern
California, (1980), p. 3163-A
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instrument to gather data on the personality type interviews with the
principals. The results indicated that:
1. Majority (60 percent) perceived their leadership
as style twa (high-task-high-relationship).
2. Teachers from the majority of the schools (66 percent)
perceived the leadership of the principals as style two.
3. Congruence vss shown by one-third of the principals
(33.3 percent) and teachers from their respective
schools in selecting style two as the principal's
leadership style.
4. More than half of the principals exhibited a sensing-
judging personality preference vhich indicated a pre¬
ference for routine and facts.
5. One-third of the principals responded positively to
the interview and were aware that the leadership
packet could be used for self diagnosis.
6. One-third of the principals were unaware of how the
leadership packet could be used.
7. Other principals responded negatively to the questions.
8. Majority of the principals were not knowledgeable
of two facts of leadership mentioned by literature
as inportant. leadership style and personality type.
9. All female principals exhibited a feeling personality
preference type as compared to only one of the twenty-
six male principals.
B.J. Woodruff (1982) conducted a study to determine the extent
to vhich school organizational structure and teachers' professional
attitudes, influenced teachers' willingness to comply with administra¬
tive directives. He used the organizational inventory and the profes¬
sional inventory (Snizek's revised version) and the zones of indifference
instrument of 137 teachers from the school district of Mississippi to
collect data. Simple correlation and multiple regression procedures were
used to analyze the data. Teachers professionalization accounted for
25
J. Morris, "Perceptions of Principals Concerning Knowledge of
Leadership Style and Personality Preference for Self-Inprovement" (Ed.D
dissertation, Florida State University, 1980), p. 484-A
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6.3 percent of the variance in teachers* compliance behavior with over¬
all level of professionalization contributing significantly. Degree of
bureaucratization and degree of professionalization were significantly
and inversely related. The overall conclusions showed that:
1. Teachers vho perceived their schools as highly bureau¬
cratized were less willing to comply with directives.
2. Principals perceived by their faculties and technically
competent obtained compliance from teachers more frequent¬
ly than those not so perceived.
3. More professional teachers were more willing to accept
administrative directives.
4. More highly dedicated teachers were more compliant with
administrative directives,
5. Teachers* compliance with administrative directives
tended to be more influenced by degree of bureaucra¬
tization than by degree of professionalization.6.More highly bureaucratized schools tended to have
facilities than were less professionalized.
Abaherauike (1982) had conducted a research to investigate the
relationship that exists between the leadership style of secondary
school principals and educational outcomes of public high school
students. The hypothesis tested is how students* educational out¬
comes are a direct function of principal’s leadership style vdien school
and principal characteristics are controlled along with the social
economic status of the student body.
Ihou^ the instruments used were not specified, the general resiUts
of the study showed that there exists a relationship between some aspects
of principal's leadership style and educational outcomes, once the varia¬
tion in outcomes attributable to social economic and school factors had
B.J. Woodruff, *The Relationship of Teachers* Perceptions of the
Degree of Bureaucratization and Their Compliance with Administrative** (Ed.D




L.R. Boucher (1980) conducted a study to determine vdiether the
perception of leadership effectiveness of inter-mural recreational
sport directors co-varies with the congruence of leadership style
and task-relevant ability.
The randomly selected 174 intra-mural/recreational sport
directors from 120 colleges in the U.S.A. to respond to the ques-
ttionnaire. The variables examined were: (1) leadership effective¬
ness (dependent), (2) task-relevant ability (maturity), and (3)
technical experiental capabilities (independent). Ability perform
appraisal (APA) and leadership effectiveness appraisal (LEA) were used
as instruments for the study. T-test and a two-way ANOVA were used to
analyze the data at .05 significant level. The result of the t-test
5rLelded at "t” of 2.94 (P.05), indicating there is a meaningful difference
in the mean effectiveness of the two scores. Further ANOVA, the signi¬
ficant F of 7.955 (P.05) indicates independent variables. However, when
each of the variables is examined independently, the relationships are
28
not strong enough to indicate statistical significance.
C.R. Mayo (1982) had examined the relationship that existed
between perceptions of organizational characteristics and role conflicts
among instructional supervisors in Virginia. The variables examined
were: organizational climate (dej^endent), leadership process, motiva¬
tional forces, decision making process, communication process, interaction-
influence system, goal setting and ordering process, control process and
performance goals and training process (independent). He used
^^M.A. Kanya - Abahemuke (1982) "The Relationship Between the
Leadership Style of Secondary School Principals of Educational Outcomes
of Public High School Students" (Ph.D dissertation. State University of
New York at Buffalo, 1982), p. 3171-A
^\.R. Boucher, "The Effect of the Congruence of Leadership Style
on Leadership Effectiveness: A Field Test of Situational Leadership
Theory" (Ph.D dissertation, Ohio State University, 1980), p. 583-A
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Likert's profile or organizational characteristics (POC) and the Rizzo
et al. Role Conflict Scale instruments to collect data from instruc¬
tional supervisors in the conmonwealth of Virginia. The Pearson
product moment correlation and stepwise regression analysis were used
differently to analyze data. Both instruments showed a significant
result at .05 level. All the variables also inter-correlated signifi¬
cantly at the .05 level. The overall conclusion showed that the best
organizational characteristic to work through to accomplish reduced
29role conflict is communication process.
Leadership Behavior/Decision Making
W.L. McCarthy (1977) had investigated the relationship existing
between selected personal attributes of the leader, selected decision
situations, and the decision making behavior of the leader. He used
the V-Room-Yetton model decision-making style, least pnreferred co-worker
scale (LPC) (analyzing leader behavior) and Nowicki-Strickland Locus
of control scale for adults. He used one-hundred forty-five ANA-IE
(analyzing locus of control) on 145 public high school principals in the
state of Connecticut to collect the data. The discriminate function
analysis, stepwise multiple regression, and product-moment correlation
were confuted for the analysis of the data. The major conclusion showed
that there was no expressed relationship between the principal’s personal
characteristics and the principal's decision making style. However, in
several decision situations, there was an expressed relationship between
30
locus of control and decision making style.
C.S. Daniels (1981) in this study examines the perceptions and
expectations of elementary school principals and teachers with respect
^^C.R. Mayo (1982) 'The Relationship Between Perception of Organi¬
zational Characteristics and Role Conflict Among Instructional Supervisors
in Virginia (Ed.D dissertation. University of Virginia, 1982), p. 3173-A
If)
W.L. McCarthy, ”A Study of the Relationship Between Leadership
Behavior, Locus of Control, and Decision Making Style of Connecticut Public
High School Principals" (Ph.D dissertation. The University of Connecticut,
1977), p. 583-A
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to the principal's leadership behavior, teacher satisfaction and student
achievement. He also ascertains whether significant relationships
existed among dimensions of leadership behavior, teacher satisfaction,
and student achievement, with regard to sex, marital status, age educa¬
tion, race, experience, and years with principal. Lastly, the author
examines whether significant correlations existed among the criterion of
student achievement and the prediction of leadership behavior and teacher
satisfaction.
Using the LBDQ XII, the teacher satisfaction scale and the Iowa
tests of basic skills, the author offers the following findings.
1. The teacher expected a high level of performance
than they perceived within the leadership dimensions
of initiation of structure, tolerance of freedom,
role assumption, and consideration.
2. Age and years with principal influence the way the
satisfaction vas perceived.
As recommending points the author thinks that elementary school
principals become sensitive to the perceptions and expectations of their
^ 31staff.
W.W. Ledbetter (1979) attempted to evaluate the impact of a noncom¬
missioned officer's leadership in changing leadership behavior attitudes.
The second goal of the study was to determine the effect of time in the
Air Force and age on the leadership behavior. Finally, the study aimed
at determining if leadership behavioral attitudes of students from non¬
commissioned officers leadership schools differed from a comparison
groi^ of non-attendees.
Ihe findings did not show any significant difference within the
two groups. Also, attendance at a leadership school did not signi¬
ficantly affect leadership behavioral attitudes as measured by the
leadership opinion questionnaire. Additionally, age did not affect
^^C.S. Daniels, "Principal's Leadership in Inner-City Schools: A
Conparative study of Leadership Behavior, Job Satisfaction and Student
Achievement" (Ph.D dissertation. North Western University, 1981), p. 3822-A
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the leadership behavior either. Finally, personnel with more than
ninety-six months in service changed leadership behavioral attitudes
32less than did p>ersonnel with few months in service.
D.F. Ascare (1982) conducted a study to examine the relationship
existing between teacher loyalty and the perceived leadership style
of the elementary school principal. He used leader behavior descri{>- ,
tion questionnaire, Holy Scale and Scales developed by Hirebiniak and
Alutto, measuring respectively, on twenty-eight principals and 144
teachers from the state of Connecticut to collect data. Analysis of
variance and regression analysis were used to analyze the data. The
result showed a significant relationship (P.OOl) between the integrated
style of leadership and loyalty. Relationship also existed between age
and interpersonal trust and loyalty at the .05 statistically significant
1 1 33level.
^^.W. Ledbetter "Effective of Leadership School Attendance of Leader¬
ship Behavioral Attitudes" (Ed.D dissertation. University of Southern
California, 1979), p. 84-A
33d.F. Ascare, "A study of The Relationship Between Teacher Loyalty
and Perceived Leadership Style of the Elementary School Principal" (Ph.D
dissertation. The University of Connecticut, 1982) p. 24-A
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Morking Conditions
C. John Barbini (1984) conducted a study to determine the relation¬
ship that existed between elementary school principals work motivation
and perceptions of locus of control. He used Education Work Conponents
Study, (by Miskel, 1974) and Internal-External Scale, (by Rotters 1966)
on 263 elementary school principals in suburban Cook County, Illinois.
Pearson Product-Moment Correlations were used to analyze the data along
with the two-tailed tests of significance (P.05). The results showed
a small, yet significant tendency for elementary principals with an exter¬
nal locus of control to prefer job situations with well-difined promotion
guidelines and job routines. Internally, some principals preferred job
situations that were interesting and rewarding, though the job might be
34
insecure or tenporary.
J.T. Knietz (1982) conducted a study on the work behavior of
elementary school principals. He used Mintzberg (1973) structure
observation device and contact methods, and the analysis of purpose,
to observe five principals for one week. The analysis of purpose showed
organizational maintenance duties conprised 53.77o of the principal's
tasks and 38.67o of their time. School program activities accounted
for 12.37o of tasks and 27.17o of time. Other purpose areas included
pipil control (23.67o of time), and extra curricular activities (3.77.
of time). The overall findings revealed how the administrative life
of elementary principals is fast paced, varied and verbal, with many
brief, fragmented, and interrupted episodes. The findings further
showed, in cotiparison with high school principals, that elementary
principals' work pace is less hectic in that they engage in fewer
daily activities and experience less interruptions. Also, elementary
principals have more contact with parents, devote more time to instruc¬
tional matters, and have more flexibly organized work routines then
^Barbini, John F. "The Relationship Between Elementary School
Principal's Work Motivation and Perceptions of Locus of Control," (Ed.D




A.S. Seiter (1984) conducted a study to find the relationship
that existed between leader behavior and the work environment. He
used the LBDQ (Halpin 1957), the Work Environment Scale (Lusel and
Moss, 1974) and the Educational Effectiveness Opiormaire developed
for the study on the department chairpersons and faculty members in
a comnunity college setting in the state of Ohio. The variables ex¬
amined were leader behavior, the work environment and educational
effectiveness. Calculations of correlation coefficients and multiple
regression equations were used to analyze the data. The findings showed
that the variables are positively related in an interactive relationship.
Department chairpersons appear to exhibit consideration and initiating
structure. Also, it shows that the transitional leaders, those vho
exhibit hi^ consideration and high initiating structure were the most
effective leaders. Control and work pressure appear to be negative
characteristics of the environment, but initiating structure is a
positive characteristic. Faculty members did not perceive a high level
of student achievement. Faculty conmitment was related to a task orien¬
tation, a relationship orientation and professional growth opportunities.
In general, faculty members assigned favorable ratings to the department
chairperson's leader behavior, the department work environment and educa-
36
tional effectiveness.
A. Metzdorf (1984) conducted a study to identify the organizational
incentives valued by secondary teachers and to determine whether these
incentives varied in efficacy over the course of a teaching career.
He used self-administered questionnaire and interview methods on teachers
on the staff of a large secondary school in Northwestern Wisconsin, to
OC
Knietz, John Thomas, II 'The Work Behavior of Elementary School
Principals" (Ed.D dissertation. The Pennsylvania State University, 1982),
p. 34-A
Seiter, S.A., "The Relationship Between Leader Behavior and the




collect data. The statistical analysis of the data revealed that changes
are needed in both career rewards and work rewards to make secoi>dary
teaching a more attractive occupation able not only to recruit capable and
qualified teachers but also to keep them in the schools functioning
effectively. Efforts must be made to enhance and supplement existing
rewards by providing opportunities for advancement and professional
development and to reduce disincentives by alleviating conditions with¬
in schools which limit the realization of instrinsic rewards, the major
37
source of job satisfaction for secondary teachers.
G. Steffen (1985) conducted a study to determine if relationships
existed between sources of organizational stress of elementary and
secondary principals and their motivation to work. He used a modified
version of the Job-Related Tension Index, and a modified version of the
1963 edition of the Annual Enployee Attitude Survey, and an interview
with eight randomly selected respondents, elementary principals and
63 secondary school principals from suburban Cook County, Illinois.
The variables measured were stress and job satisfaction/dissatisfaction.
The result showed that elementary and junior high school princip)als
reported significantly higher frequencies of stressful incidents on the
job than secondary school principals. Job stress for principals was
more highly associated with a lack of hygiene than with lack of
motivators. Principals in less financially able school districts re¬
ported higher levels of role ambiguity, qualitative work overload, and
lack of conmunication. The lack of opportunities for personal and pro¬
fessional growth on the job was a more prevalent problem for elementary
principals then it was for secondary principals. Job stress was negative¬
ly correlated with job attitude for both elementary and secondary princi-
38
pals in the sairple.
07
Ann Metzdorf, ’’Secondary Teachers” Responses Organizational Incen¬
tives” (Ph.D dissertation. The University of Wisconsin, Madison,1984), p. 1259-A
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V.V. Smith (1983) investigated the motivator and hygiene factors
that contribute to RN's and LPN's job satisfaction and dissatisfaction.
He used the job factor inportance questionnaire (by Herzberg, 1959),
the overall job satisfaction questionnaire (by Rosenfield and Zedp,
1971) and the demographic data on 20 percent of the RN's and LPN's in
Thlsa County, for data collection. Both T-tests and F-tests were
calculated to analyze the data. The result indicated hygiene contri¬
buted significantly more to job satisfaction, but no significant dif¬
ference was found existing between motivators and hygiene contributing
to job satisfaction for both RN's and LPN's. Enjoyment of work was the
most valued motivating factor for RN's and LPN's and working conditions
was the most valued hygiene factor for RN's salary, working conditions,
and relations with co-workers were equally valued hygiene factors for
LPN's. For the RN's, those v\ho were dissatisfied with their nursing
39
position were chiefly affected by recognition.
^V.V. Smith, "A Study of Motivational Factors Contributing to Job
Satisfaction for Nurses: An Examination of Herzberg's Two-Factor Theory"
(Ed.D dissertation, Oklahoma State University, 1983), p. 716-A
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Job Satisfaction
P. P.W. Albertson, (1977) conducted a research to discover v^ether a
relationship existed between the levels of need fulfillment and satis¬
faction for school board members and the chief school administrator.
He used the job satisfaction and/or need satisfaction questionnaire
(differentiating between Maslovian high and lower order levels),
the effectiveness measure (differentiating between school board members
and chief school administrator perception of effectiveness); and the
demographic form (differentiating between selected randcanly from school
board members, and six chief school administrators, within fifty miles
radius of Kingston, Ontario, Canada, in collecting data). Abiserial
correlation was used to analyze the data at the .05 level of confidence.
The result shovjed a positive relationship between perception of effec¬
tiveness and levels of need fulfillment of school board members at the
.05 statistical significant level.
Leadership Style/Job Satisfaction
J.S. Wu (1974) conducted a study to investigate the collective and
individual contributions of teachers’ sex, teachers' age, perceptions
of their social status, and principal's leadership style to the job
satisfaction. He used the translated LBDQ measuring principal's leader¬
ship style, the twenty item Minnesota satisfaction questionnaire
(measuring job satisfaction), and personal data sheet (designed by the
researcher), providing information about sex, age, total teaching exper¬
ience, school size, class size, and teachers' perception of their social
status, on 204 elementary teachers in the southern Taiwan area. Multiple
regression technique was performed to analyze the data. The result showed
the seven variables were statistically significant in predicting job satis¬
faction of elementary teachers. Also, all the demographic variables were
^P.W. Albertson, "A Study of the Need Satisfaction of School Board
Members and Their Effectiveness as Perceived by Peers and the Chief School
Administrator" (Ph.D dissertation, Sjnracus University, 1977), p. 552-A
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statistically significant in predicting job satisfaction of elementary
teachers.^^
L.A. Winkler (1983) conducted a study to determine the usefulness
of situational leadership theory within an educational setting using
overall teacher satisfaction and satisfaction with supervisors as
effectiveness indicator. It also examined the relationships that exis¬
ted between teacher perception of both principal leadership adaptability
and style, and teacher satisfaction measures. He used the leadership
effectiveness and adaptability description (designed by Mercy B. Blanchard,
1969), a measure of job satisfaction including satisfaction with super¬
vision subtest, an educational level and length of ejqjerience question¬
naire on 114 elementary private school teachers. For analysis data, he
used correlations between perceived principal adaptability and overall
teacher satisfaction with supervision. These were significant at .01
42
statistical significant level.
B.R. Willis (1982) conducted a study to identify job satisfaction
relative to enployee age and sex. He used the administration of a con¬
fidential self-report instrument (Minnesota satisfaction questionnaire,
short form regarding employee perception of job satisfaction ), on 57
exenpt level employees (male and female), in a manufacturing organization
listed in Fortune 500 to collect data. He used two by three analysis
of variance to analyze the data. The result showed that general job
satisfaction existed relative to respondent age. Overall conclusion
showed job security to be the source of highest satisfaction, and
^^J.S. Wu, "Prediction of Job Satisfaction Among Elementary School
Teachers in Southern Taiwan, The Republic of China' (Ed.D dissertation.
University of North Colorado, 1984), p. 721-A
^\.A. Winkler, "The Relationships Between Elementary School Teachers
Perceptions of Principal Leadership Style-Style Adaptability and Teacher
Satisfaction/Satisfaction with Supervision" (Ed.D dissertation. Catholic
University of America, 1983) p. 720-A
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^3advancement as the source of least satisfaction for both groups.
Perception Of The Leadership of Male and Female Administrations
S.O. Jones (1982) studied the leader behavior of male and
female Jamaican teacher's college administrators to determine to what
extent they behave differently as leaders. Using thirty-eight Jamaican
Teacher's College Administrators (twenty-two female and sixteen males)
to direct the study, Jones based her study on t\« instruments LEDQ XII
and BSQ (background survey questionnaire). Concerning the findings,
Jones did not find any significant differences based on sex. Both
male and female perform well as leaders and are mostly influenced by
L\lx
aspirations, age, teaching experience.
S.J. Miller (1984) conducted a study to examine the relationship
that existed between biographical characteristics and job satisfaction
of teachers. He used the Purdue Teacher opiormaire, and an interview
on principals and teachers, based on self-perceived management style
and the level of implementation of middle school characteristics (as
designed by Reigle, 1971), in collecting data from all the teachers
and principals of school districts in the state of Portland. The varia¬
bles (independent) examined included: (1) satisfaction with teaching,
(2) teachers support with principals and other staff members, and
(3) self-perceived feelings of status felt by the teachers. The result
showed that gender was significantly related to the extent of satis¬
faction with teaching reported by the middle school teachers. The
middle school teachers, like secondary school teachers, manifested a
unique pattern of satisfaction with their jobs over the career stages
^^B.R. Wills, "Age and Sex: The Relationship Upon Perceived Job
Satisfaction Among Exempt Level Employees" (Ed.D dissertation. Ball
State University, 1982), p. 336-A
^S.O. Jones, 'Terception of the Leadership of Male and Female
Administrators of Jamaican Teacher's Colleges: An Analysis" (Fh.D
dissertation. The University of Florida, 1981), p. 3882-A
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as outlined by Could, 1979.'^^
G.F. Holt (1981) had examined the need-satisfaction and job
satisfaction Linkage in the need-satisfaction model, and the effects of
two job characteristics and eight personal characteristics or need
fulfillment of faculty.
The variables examined were: academic discipline and type of em¬
ploying institution (job variables) and age, length of teaching experience,
level of education, locus of control, pay, rank, sex, and tenure status.
He administered the shortened form of the Maslow Satisfaction Items
of Schneider (measuring need fulfillment) Job Description of Smith,
Kendall, and Hulin, 1969 (measuring security, social esteem, autonomy,
and self-acturalization), Internal-External Scale (measuring work,
supervision, pay, promotion, and co-worker) to full-time teaching facul¬
ty from three types of higher educational institutions in Virginia.
Statistical techniques of bivariate correlation, cannonical corre¬
lation, multivariate analysis of variance, Duncan Multiple Range Test
and Linear multiple regression analysis were used to analyze the data.
Also data were collected throu^ interview.
The findings showed that a strong positive correlation existed
between locus of control and need fulfillment. Faculty with internal
orientation showed higher need fulfillment scores than faculty with
external locus of control. By the need-satisfaction model, faculty
showing intemality have hi^ job satisfaction than faculty with ex¬
ternal feelings.
Job Stress (Dissatisfaction)
A.D. Boberg (1982) conducted a research to investigate the relation¬
ship that existed between job stress and person-environment. He conducted
^^S.J. Miller, "An Investigation of the Relationship Between Bio¬
graphical Characteristics and Job Satisfaction Among Middle School Teachers
in Four Suburban School Districts” (Ed.D dissertation, Portland State
University, 1984), p. 41-A
^^G.F. Holt, ’The Relationship of Need Fulfillment to Job Attitudes
of Faculty in Higher Education." (Ed.D dissertation the College of William
and Mary in Virginia, 1981) p. 3882
-3^-
a questionnaire on 1,096 faculty members randomly selected frcm twenty-
four institutions in the state of Michigan to collect the data. The
independent variables used were:
1. Motive supply (the actual and preferred time spent
on each role), nultiple regression analysis and
multiple classification analysis were used to test
the predictive validity of the model, and the hypo¬
thesis, respectively. The result showed that all
of the relationships of P-E with strains were U-shaped.
2. Demographic characteristics moderated the effects
of role stress on role strain.
3. Teaching role stress predicted job dissatisfactioii in
all t}^ of institutions except liberal arts colleges.
4. Research role stress predicted work loan dissatis¬
faction in research universities and liberal arts
colleges less selective in their administration.
5. Coping did not reduce the effects of the role
stress on strain.
6. In general, misfit between institution norms and self¬
norms predicted job dissatisfaction and misfit between
work opportunities and individual preferences predicted
work load dissatisfaction.
7. The service role was poor predictor of strain.
F.A. Lemaster (1981) attempted to investigate the relationships
that existed between teacher's self perception of stress and attitude
toward the teaching profession and teachers' self-perception of stress
and the organizational climate of the school. He used the Minnesota
Teachers Attitude Inventor (MAT), the Openness Index of the Organiza¬
tional Leadership Stress Questionnaire (CLSQ) on ninety-six teachers
selected from ninety-two school districts, in zones sixteen and seventeen
as designed by the Oklahoma Education Association in collecting the
data. Pearson's Bi-Variate correlation was applied in analyzing the
data. The result showed a statistical significant relationship to
exist between teachers self-perception on stress and the organizational
^^A.D. Boberg, "Faculty Under Stress - Environment Fit Theory"
(Ph.D dissertation. The IMiversity of Michigan, 1982), p. 1846-A
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climate of the school; while no relationship existed between teachers'
attitude toward the profession and the organizational climate of the
school. This shows that productivity occurs in bureaucracy, but it
/ ft
leads to stress and dissatisfaction of the workers.
J. Phillips (1981) conducted a research by examining the extent to
vhich the job satisfaction of assistant principals in the Gwinnett County
Public School System is related to their perception of the principal's
leader behavior. He used the Minnesota Satisfaction Questionnaire and .
the Leader Behavior Description Questionnaire (LBDQ) and demographic
information were used to collect dates from 34 assistant principals in
Gwinnett County Public School System for the 1980-81 school year. The
variables used were leader behavior (independent) and job satisfaction
(dependent). The result showed that no relationship existed between
the job satisfaction of assistant principals in the Gwinnett County
and their perception of the principal's leader behavior. However, the
research showed that consideration was the dimension of leader behavior
vhlch contributed most to high general job satisfaction of Gwinnett
County assistant principals. Concerning Initiating Structure, the assis¬
tant principals in Gwinnett County gain greater satisfaction from
principals that exhibit both consideration and initiating structure
49
leader behavior.
J. Hwah (1981) conducted a research investigating relationships
that existed among school bureaucratization, teachers' professional
and bureaucratic orientation conflict and job satisfaction. He used
the Organizational Inventory (Hall), the Professional and Bureaucratic
Orientation Scale (Corwin), the Conflict Assessment Questionnaire
^^F.A. Lemaster, 'The Relationships Between Teacher Stress, Attitudes
Toward the Profession and Organizational Climate" (Ed.D dissertation,
Oklahoma State University, 1982), p. 35-A
^^J.A. Phillips, Jr. "An Analysis of the Relationship of Job
Satisfaction of Gwinnett County Public School System's Assistant Prin¬
cipals and Their Perception of the Principal's Leader Behavior, (Ph.D
dissertation, Georgia State University College of Education, 1981), p. 2418-A
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(Gerhardt) and the Minnesota Satisfaction Questionnaire (Weiss) to
collect data from 139 elementary school teachers in a selected school
district in Minnesota. He used Pearson product moment correlation,
stepvTise regression and analysis of variance to analyze the data. In
the findings, the school district showed low school bureaucrati2ation
(2.81 on a 5 point scale), high professional orientation (3.61) low
bureaucratic orientation (2.75) low conflict (1.78) and hi^ job satis¬
faction (3.71). Both teachers’ professional orientation (r = .14) and
bureaucratic orientation (r = .23) were significantly and positively
related to job satisfaction and were significant predictors of job satis¬
faction. In conclusion, the selected school district was doing well
with low school bureaucratization, high professional orientation, low
bureaucratic orientation, low conflict and high job satisfaction.^
L. Homer (1981) studied the variables tlnat affect job satisfaction
and job productivity of the public school teachers. He conducted a
questionnaire yielding 12 value ranking for teachers and 12 value ranking
for the districts as perceived by the teachers on 547 public school
teachers randomly selected in the 29 southern most counties of Illinois.
Demographic data i.e sex, age, type school, school size, and education
and experience levels were also asked. The Spearman Rank Order
Correlations, frequency counts, medians, means, were used to analyze the
data. The result showed that consensus of values of teachers and school
district correlates .22326 with a probability of .0001 with teacher rating
of school officials' job effectiveness. The relationship of district
groups shows the specific district has a great influence on job satisfac¬
tion and rating of school officials' job effectiveness, but the size of
the district did not seem to relate to job satisfaction. Teachers, regard¬
less of job satisfaction on rating for school officials, valued truth to
be their highest priority while identifying order to be the highest
Hwah, "Relationships of School Bureaucratization, Elementary
School Teachers' Professional and Bureaucratic Orientation, Conflict,
and Job Satisfaction in a Selected School District. (Ph.D dissertation
University of Minnesota, 1981), p. 3583-A
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priority for school district. The lower the value for truth by the
school district and the lower the value for order by the teacher, the
lower both job satisfaction and rating for the effectiveness of school
officials will be.^^
G. Balazadeh (1981) conducted a study to test the degree of dif¬
ferences that exist in inotivation to work and job satisfaction of male
and female faculty members of a Midwestern Regional University. He
used Educational Work Conponent Study (EWCS) questionnaire - investi¬
gating motivation, Job Descriptive Index (JDI) questionnaire - investi¬
gating the degree of job satisfaction, on 169 male and 72 female facul¬
ty members holding the ranks of full professor, associate professor,
assistant professor, in the departments of Education Arts and Science,
Engineering, Business and Liberal Arts and Science at a Midwestern
Regional University. The T-test, the Kendall Tau B nonparametric
measurement and the Multiple Regression Analysis, were used to Analyze
the data on differences degree of motivation to work and job satis¬
faction, the CO efficients between faculty members and the male and
female faculty members* demographic infoimation with motivation to work
and job satisfaction, respectively. The result shovi?ed that female faculty
members have similar degree of motivations to work, but a greater degree of
job satisfaction than the male faculty members. It further revealed that
the longer the faculty members were in the positions, the lower was their
job satisfaction and motivation. Ihe conclusion showed that being in a
prestigious position made the faculty members satisfied and more highly
motivated.
J. Williams (1981) conducted a research to show the effect of organi¬
zational structure of schools and role orientation of teachers on job
Homer 'The Relationship of Job Satisfaction to Values Consensus
of an Organization and Its Members, (Ph.D dissertation. Southern Illinois
University at Carbondale, 1981), p. 3352-A
CO
G. Balazadeh, "A Conparative Study of Motivation to Vfork and Job
Satisfaction between Male and Female Faculty Members at a Midwestern Regional
University, (Ph.D dissertation. University of Kansas, 1981), p. 4313-A
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satisfaction of teachers. He used the Structural Properties Questionnaire
Form 4(SPQ - 4), the Professional and Bureaucratic Orientation Scale
(POS and BOS) and the Purdue Teacher Opiniormaire (FID) to collect data
from 271 teachers in 21 elementary schools in 6 school districts in central
New Jersey. The Pearson Product Moment coefficient of correlation and
a 3 X 2 ANOVA design were used to analyze the data. The result showed
that school was not a significant factor on teacher job satisfaction.
The overall findings indicated a correspondence, rather than a conflict
between bureaucratic orientation and job satisfaction in organic schools
and professional orientation and job satisfaction in mechanistic schools.
Teachers with a high professional orientation scored significantly higher
on PTO factor, Rapport among Teachers. Teachers with a high bureaucratic
orientation scored significantly higher on the PTO and the following PTO
factors: Teacher Rapport with principal. Teacher Salary, Teacher Load,
Teacher Status and School Facilities and Services. Teachers with a hi^
bureaucratic orientation were generally better satisfied with their jobs
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than were high professionally oriented teachers.
W. Subb, (1980) investigated the relationship between administrators
views of the "nature of man" and their selection decisions and also the
job satisfaction for subordinates in a superior-subordinate dyad. He used
the KYX form (Theory X - Theory Y by McGregor) and the Minnesota Satis¬
faction Questionnaire (MSO) on 14 Superintendents, 52 principals and 445
teachers, randomly selected from school systems in the Continental United
States with involvement of 2,5(X) - 3,000. T-tests were performed to ana¬
lyze the data. The result indicated that there was no significant dif¬
ference in the view of the "nature of man" between superintendents and
principals. Teachers were not significantly different from their prin¬
cipals in the negative new of the "nature of man" (Theory X). However,
Williams, 'The Effect of Organizational Structure of Schools and
Role Orientation of teachers on Job Satisfaction of Teachers, (Ed. D disser¬
tation, Rutzers University, The State University of New Jersey - New Bruns¬
wick, 1981), p. 1605-A
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teachers were significantly different in their positive view of the
"nature of man" (Theory Y). Teachers currently hired by current princi¬
pals had lower positive view (Theory Y) of the "nature of man" then did
their principals. This incongruency had no effect on job satisfaction.^
Subb, "A Study of Selected Attitudes of Superintendents,
Principals, and Teachers and Their Relationship to the Job Satisfaction of
Principals and Teachers. (Ed.D dissertation, George Peabody College for




The study investigated the degree of relationship among teachers'
perception of job satisfaction, their principal's leadership behavior,
the school climate and their working conditions. It also sought to
examine the effect of age, qualification, and experience on leadership
behavior. The study was done on selected Ethiopian high schools. It
was proposed that teachers job satisfaction will be related more to
the principal's leadership behavior and school climate than to working
conditions, and that the perceptions of the principals and teachers by
sex, age, qualification and ejqDerience will not ejqslain this relation¬
ship. The proposed interrelationship of these variables could be analyzed
in terms of the conceptual framework of the school as a social system as
ejqslained by Hoy and Miskel.^^ They used Getzel and Cuba's model of
a social system to e^qslain how the individual interacts with the school
as a bureaucracy (see Figure 1).












Proposed Linkages Among Variables
In this figure, job satisfaction is shown to be dependent on group
interaction, organizational expectation, institutional climate, leadership
behavior, interacting with the individual's personality and needs. The
theoretical framework for this st\jdy can be described in the following







Ejqjerience Style/BehavLor Job Satisfaction
Qualification Working Conditions
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The model suggests that job satisfaction can be influenced by
leadership style, school climate and working conditions, and that
leadership style can also influence school climate and working conditions.
This means that leadership style is seen here as the most powerful of
the independent variables.
From the findings of Hoy, Miskel, and Loha administrative services
tend to be bureaucratic. They also found that the teachers morale is
highly affected by school climate.
From the figure 2 model, we can see that it is the leadership
style that will influence the school climate to be either open or
closed. Leaders ejdiibit different types of behavior to influence the
school climate. Ronald Lippit and Ralph White classified leadership
styles that may influence school climate into three categories and defined
them as follows.
Autocratic. Autocratic and authoritarian are usually synonmous terms
inplying a high degree of direction from the leader and minimum or no par¬
ticipation in planning and control on the part of subordinates. Authorita¬
rian sometimes has a more precise meaning and refers to scores on the F-Scale
(Fascism Scale), which was an instrument developed by Adorns et al. to
measure tendencies in authoritarian personality. The terms leadership cen¬
tered and directive are sometimes used synonymously with authoritarian.
Bureaucratic Leadership. Bureaucratic leadership as described in the
literature, refers to ". . . rule by rules."
The leader's behavior is characterized by high degree of reliance on rules
and regulations and by the use of procedures to which both the leader and
subordinates subscribe. A number of studies have shown that, in general, a
high degree of dictatorial behavior on the part of the leader or supervisor
has various undesirable consequences.
Democratic Leadership. As used in the literature of leadership, demo¬
cratic can describe a variety of situations, all the way from subordinates
electing their leaders and voting on every matter, including group objectives.
56Ibid.
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to an appointed leader encouraging groi^) discussion only on certain
selected matters. Democratic usually irrplies a high degree of group
participation in decision making and often iirplies a high degree of
support from its leader, but it usually does not inply that subor¬
dinates make decisions about \dTat the goals of the enterprise will
be. The term employee-centered, equalizations, consultative, and
participative are also used more or less simultaneously with democra¬
tic leadership.
When schools with open and closed climates are contrasted, open
climates tend to be higher in explicit, thrust and consideration and
lower in disengagement, hindrance, aloofness and production enphasis.
Hoy and Appleberry have argued that schools with open climates have:
(1) teachers who work well together with respect to the teaching learn¬
ing task; (2) teachers who have higji morale and are satisfied because
of this sense of task accomplishment and fulfillment social needs, and
(3) a climate marked by openness, acceptance and authenticity. In
this type of school, teachers are motivated to work towards school
achievement and accOTplishment of school goals. Also, both the prin¬
cipal and faculty are genuine in their behavior. The principal leads
thour^ example by providing the proper blend of structure and direction
^^Wendell L. French, "The Personnel Management Process, '*Human
Resources and Development (1978) p. 98-99.
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as well as support atxi consideration. Acts of leadership emerge easily
and appropriately as they are needed. Both achievement of tasks and
satisfaction of social needs emerge freely. In conclusion, this tj^
of climate leads to job satisfaction.
A. Maslow, has suggested that individual has to build his/her
self-esteem and to self-actualize. Open school climates by providing
an interesting, challenging and meaningful work environment could
facilitate individuals to build their self-esteem and to self-actualize.
Once the teachers are given a substantial voice in determing the
goals of the school, letting them serve as their own control inspector
and having them correct their own mistakes, would increase school produc¬
tivity which would eventually lead to high achievement and job satisfaction
of the teachers.
Maslow in his explanation of the needs of followers in his theory,
stated that man has basic physiological and psychological needs vhich are
hierarchially related. For example, as the basic level is the physiolo¬
gical need to eat and sleep, etc. sex and hunger drives are inperative
for survival and man must satisfy these before safety and economic needs
at the next level. After these two basic needs are the psychological.
The need for belonging to a group, the need for recognition ard self¬
esteem and the need for self-actualization are the phychological needs in
that area.
People in organizations, therefore, have these needs and the degree
of qualifications, experience, age, etc. of workers could impact differently
on six:h needs.
For contrast, the initiating structure represents the closed climate.
In a closed school, trust and spirit are low and disengagement is high.
The principal’s ineffective leadership is highlighted in closed super¬
vision. Here, there is a lack of consideration for the faculty because
\
-50-
the principal is unable to provide a dynamic exanple. Such schools
produce teachers' frustration and apathy. Maslow confirms that if opera¬
ting needs are frustrated, behaviors such as aggression, apathy, vd.th-
drawal alienation results, hardly behavior vhich can be characterized
CO
as healthy and productive.
Herzberg in his two factor theory postulates that one set of factors
(motivators) or (satisfiers) - achievement, recognition, work itself,
responsibility and advancement, produces satisfaction, while another set
(hygienes) or (dissatisfactors)- interpersonal relations - peers,
supervision policy and administration, working conditions, personal life,
produces dissatisfaction.
Herzberg says that the qualification of certain factors, called
motivators, increase job satisfaction beyond the neutral point, but when
factors called hygienes are not gratified negative attitudes are created,
producing job dissatisfaction. In essence, the factors leading to posi¬
tive job attitudes (motivators) do so because of their potential to
satisfy the individuals need of self-actualization. By performing specific
tasks, an enployee can achieve rewards - achievement, recognition, respon¬
sibility - that reinforce self actualization. The motivators on the job
spur the individual to satisfy his/her need for self-actualization. How¬
ever, hygiene factors must meet the individual - needs for job security,
fair treatment, good interpersonal relations, and adequate working condi¬
tions. Despite their general climate, teachers still have their individual
personality and needs as stated by Maslow. Getzel and Cuba further stated
that morale cannot be high in any school if expectations, personal needs,
and organizational goals are not in agreement. In essence, before job
satisfaction can be met, morale of teachers must be high.^^
^^Abraham Maslow, "Need Hierarchy Theory," in Educational Administra¬
tion, eds. Joy and Miskel (Chicago: Random House, Inc., 1982), p. 139-142.
^^Herzberg, "Two Factor Theory," in Educational Administration, eds.
Joy and Miskel (Chicago: Random House, Inc., 1982) p. 148-150.
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Frotn all the above explanations, one can see that the position of
leadership is the most inportant in any organization. When the leader's
style promotes open climate, the working conditions will be challenging
and interesting. Smooth operating better produce high morale/high
task for teachers. The teachers will have autonomy, respect and
recognition and all their social needs will be met. Once the behavior
has influenced both the school climate and the working conditions in
positive ways, all the three combined (leadership style, school climate
and working conditions) would lead to teachers job satisfaction. But
vhen organizational climate or school policy and administration is closed,
teachers will not like the working conditions of their school. Hence,
autocratic leadership style, closed school climate and poor working condi¬
tions will lead to teachers job dissatisfaction. Nage in his axiomatic
theory concluded that schools in vhich teachers are denied a strong voice
in decision making and in which teachers are carefully observed and corir-
trolled, face widespread teacher job dissatisfaction.
Definition of Variable
A. Climate. Climate is a set of perceptions and feelings that
organizational manbers have about certain broad aspects of the organizations.
It also refers to the atmosphere of an institution affecting the feelings
of enployees. The climate is two-structured (open and closed). An open
climate is one in which enployees feel that they can approach the leader
ready to discuss problems. It is also one in which subordinates have
opportunities to share in decision making. If it is open, the enployees will
feel good about the organization and also about themselves. Their voices
can be heard, they will be particip»ating in any decisions affecting their
jobs. But if it is closed, they will be dissatisfied. Dissatisfaction
of the enployees can cause poor performance, absenteesism, sabotage; job
dissatisfaction from closed climate can cause mental stress, alcoholism
and dependence on other drugs as well as other things.
B. leader Behavior. This refers to the type of actions ejdaibited
by the leader towards the enployees, which in turn promotes or hinders the
working conditions of the enployees in the organization, e.g. aloofness.
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hindrance and disengagement, encouragement and support warmth and openness.
It also refers to the type of organizational structure established by the
leader. This could be clear, directive, goal oriented, or laissez-faire,
or bureaucratic.
C. Working Condition. Refers to physical surroundings and other
factors that affect performance and health, both physical and mental.
For example, adequate ligjiting, air conditions, adequate restrooms, water
coolers, work space, lunch room and lounge facilities. Moreover, some of
the physical demands made upon service personnel invite physical and men¬
tal health problemso Inadequate physical facilities can lead to undesirable
personnel behavior. Working conditions also include job security, and the
kind of supervision that teachers are receiving from the principal, and
the relationship existing between employees and the organization.
D. Job Satisfaction. This refers to conditions existing in the oper¬
ational system of the school as perceived by the teachers to be suitable.
The elements throu^ which satisfaction is measured are, from lowest to
highest on Maslow's scales, security, job interest, opportunity for further
training for advancement, appreciation from supervisor, organization and
management, inter-personal relations, recognition for effort. Satisfac¬
tion can also be measured throu^ presence on the task, and level of plan¬
ning and cooperative behavior.
Hypotheses
IH : Job satisfaction will not be related to leadership
°
behavior.
2H : Job satisfaction will not be related to school
°
climate.






The study investigated the degree of relationship that existed among
teachers' job satisfaction, the principal's leadership behavior, school
climate and working conditions of the teachers in selected Ethiopian govern¬
ment secondary schools in Addis Ababa, Ethiopia.1.Population and Sample
The population consisted of 19 principals and 1,137 teachers in all
government public secondary schools in Addis Ababa. From this pxapulation
a sanple of 950 teachers were randomly selected for the study, and all 19
principals. Usable questionnaires were returned by 427 teachers from 15
schools. This represents about 377o of the population of school teachers.
Table I shows the schools with teachers in the sample.2.Data Collection Instruments
Demographic questionnaires were distributed to the principals of 19
selected secondary schools, asking them about their (a) sex, (b) age,
(c) qualifications, and (d) experience. All 19 principals responded to
the questionnaire. The questionnaire given to the 950 teachers in all
the selected schools consisted of items on (a) organizational climate
descriptive questionnaires for school climate, (b) leadership behavior
descriptive questionnaires for leadership behavior, and researcher developed
questionnaires to collect data on (c) working conditions and (d) job satis¬
faction of the teachers.3.Administration of Questionnaires
Data for this study was collected from principals and teachers in
secondary schools in Addis Ababa, Ethiopia between July and September, 1986.
The researcher obtained permission from the Ministry of Education of
Ethiopia to administer the questionnaires. He was helped in this data
collection also by the president of the University of Addis Ababa. The
questionnaires were administered to the principals of Addis Ababa secondary
schools while secondary school principals were attending seminar at Menelik
II secondary school. Questionnaires were administered to teachers while
some of them were attending summer school at Addis Ababa University and
others were working in their schools.
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4. Level of Acceptance
For this study the .05 level of probability was used to test the
hypotheses.
Table I





School Sample School Sairple
7o of Sample as 7o of school
Population
1, Ethiopia Tikdem 32 40 7.5 80
2. General Wingate 27 69 6.3 39
3. Tikur Anbessa 30 44 7.0 68
4. Addis Ketema 29 93 6.8 31
5. Kolfe 29 75 6.8 38
6. Midehanaim 30 125 7.0 24
7. Ayer Terma 29 92 6.8 31
8. Kokebe Tshibah 28 104 6.6 26
9. Menelik II 28 131 6.6 21
10. Abyotkirs 29 74 6.8 39
11. Shimelis 30 82 7.0 36
12. Higher 23 31 35 7.3 88
13. Hi^er 7 25 38 5.8 66
14. Bole 29 29 4.6 1007o
15. Misrak 30 106 7.0 28
TOTAL 427 1,137 locr/o
The above table provides data for list of schools used in collecting
data, number of teachers in each school, and percentage of sample collected.
The table shows that the schools were fairly evenly distributed in the
sample. Only two contributed less than 6 percent of the sample while all
others contributed between 6.3 percent and 7.5 percent.
TABLE II
Sex, Age Ranges and Qualifications of Principals
Age Ranges Total Qualifications
Sex; 25-35 36-45 46-55 Over High
School
BA/BSC Graduate Total




Table II provides data for sex, age, and qualification of adminis¬
trators. The table shows that females are not encouraged to be adminis¬
trators in Ethiopian Secondary Schools. The factor responsible for that
is cultural. Very few teachers are female at either primary or secondary
level. This could be because fewer girls than boys have been attending
school. In 1960 vhen many of the present school principals would have
been in primary school only 11 percent of boys in the primary age group
were in school hut even fewer girls, only 3 percent. In 1981, 60 percent
of boys were at primary school but only 33 percent of the girls (Vforld
Bank, 1984). This means there are more boys than girls with the basic
education to become teachers and principals. However only 5 principals
are within the range of 25-35 years of age, vhile only 3 are within the
range of 46-55 years of age. Most are in the mid range of 36-45. None
is above 55 years of age. Of all the 19 principals, only 1 has masters
degree. Their teaching ejqperiences is analyzed in Table III. In this
sanple it is unlikely that sex, age and qualification would have any
influence in leadership style because of the lack of variation in those
factors. All are male, 11 of the principals are in the 36 to 45 age
range and similarly, qualifications, would not have much influence on
leadership style, because all the principals, except one have the same
qualification.
TABLE III
Administrative and Teaching Experience of Principals
Ranges In Years
Administrative Experience
1-5 6-10 10+ Total
4 6 9 19
Teaching Experience 6 6 7 19
/
-sa¬
lable III provides the data for administrative and teaching
experiences of principals. The data showed that of all the 19
principals, four principals have 1-5 years of administrative
experience, 6 principals have 6-10 years of administrative ex¬
perience, \drile 9 have 10 and above years of administrative
experience. Also 6 of the principals have 1-5 years of teaching
esqjerience in addition to their administrative experience, 6 princi¬
pals also have 6-10 years of teaching experience, vdiile 7 have 10
years and above of teaching experience.
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The data is next examined in terms of the hypotheses that were
established.
Hypotheses I Job satisfaction will not be related to
leadership behavior.
Table IV provides correlation matrix showing relationship
between job satisfaction and other variables. From this matrix the
Pearson R coefficient for Job satisfaction and leadership behavior
is .542.
This is significant for Df = 425 at the .01 level of significance.
This means that there is a strong relationship in the sanple between
job satisfaction and leadership behavior. The Null Hypotheses is
therefore rejected.
Hypotheses II Job satisfaction will not be related to school
climate.
From Table IV it can be seen that the coefficient for Job
satisfaction and school climate is .206. This is significant at
.05 level. This suggest that there is a relationship between job
satisfaction and school climate.
The Null Hypotheses is therefore rejected in this case also.
Hypotheses III Job satisfaction will not be related to
working conditions.
From Table IV it can be seen that the coefficient for job
satisfaction and working conditions is .558 this is significant at
.01 level. This significance means that there is a strong relation¬
ship between job satisfaction and working conditions and here also















JB 1.000 .558** .206* .542**
Working
Conditions .558* 1.000 .127 .519**
Organizatoinal
Climate
.206* .127 1.000 .183
df = 425
Critical Value of r at .01 level of significance for 100 df =
.254.
Critical Value of r at .05 level significance for 100 df = .195
** = Significant relationships at .01 level P
* = Significant relationships at .05 level of P
TABLE V
Multiple Regression: Dependent Variable: Job Satisfaction
Variables Mult. R Rsq. F. (Equ.) Sig. F Variable Retain
1. W.C .5577 .3110 191.420 .000 in: W.C. .5577
2. LBDQ .6310 .3982 139.943 .000 in: LBDQ .3453
3. OCDQ .6384 .4076 96.768 .000 in: OCDQ .0985
Variable B SE B Beta Sig. T
Working Conditions .438385 .051354 ,374356 8.537 .0000
LBDQ .340690 .045746 .329511 7.A47 .0000
OCDQ .167009 .064683 .098471 2.582 .0000
Constant .249977 .234328 • 1.067 .2867
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Ihe data was further examined to find out the relative inpact
of the indendent variables. School Climate, leadership behavior,
working condition, on the dependent variables job satisfaction.
Multiple regression analysis was used for this examination.
The results are presented in table V. From this table it appears
that, the variable with strongest influence on the job satisfaction
is working conditions, accounting for 31 percent of variance in the
dependent variable, r sq. = .3110. the variable with the next strongest
influence is leadership behavior accounting for 8.77. of variance in
job satisfaction, rsq change = .0872. School climate has the weakest
effect of the three on job satisfaction; it contributes only 1 percent
of variation in job satisfaction. The beta wei^ts confirm these
findings; working conditions have a beta of .3743, leadership
behavior is next in strength with a beta of .3295 uhile school climate
has a beta of only .0984.
In order to analyze the data further, two schools were selected
for comparison of how the four variables are operated in those two
selected schools. The two schools are Ethiopia Tikdem and General
Wingate. General Wingate is a famous nationally well known institu¬
tion for its high academic achievement. It was traditionally one of
the best high schools, its teachers were recruited from abroad and from
selective Ethiopian teachers. Tikdem represents the poorer and average
schools.
The following tables vhow the results of T-tests vMch were used
to analyze the data.
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TABl£ VI
T-Test on Working Condition
Variable: Working Condition
Stand- Degree 2 Tail
No. of dard Stand- Cal. of Level
Cases Mean Devia- dard F 2 Tail T Free- of
tion error Val. Probab. Val. dom sig.
Tikdem group 1




Table VI shows that the T Value for difference in working conditions between
the two school is 0.05. This is nuch less than the critical value of t for 57
degrees of freedom which is 2.00. This means that there is no significant difference
between the schools in working conditions.
T-Test on Job Satisfaction






















Critical value of T-Test for 57 degree of freedom is 2.00 at the
.05 level of significance. The caculated T-Value for Job satisfaction
for the two schools is 3.75, (see table VII). This is more than the
critical value. This means that there is hi^ly significant difference
between the two schools in job satisfaction.
The school that has more Job satisfaction among its teachers is
General Wingate because the mean score for Wingate is 3.14 vhich is
higher than the mean score of Tikdem which is 2.46.
School Climate
Critical value of T-Test for 57 degree of freedom is 2.00 at the
.05 level of significance. The calculated T-Value for school climate
for the two schools is 2.59, (see table VII). This is more than the
critical value. Therefore there is significant difference between
the two schools, for the two schools, in school climate. From the
mean scores Ethiopia Tikdem has the mean of 3.1 in school climate,
vhile general Wingate mean score for school slimate is 2.8. We can
see that from the mean score Ethiopia Tikdem has more open climate.
TABLE VIII
School Climate



























Ethiopia Group 1 No Mean Sto Devo St. Error 'F. Val. 2 Tall T, Val. Degree of 2 Tail
Tikdem Value Freedom Prob.
32 2.87 0.660 .0117
General
Wingate






Critical Value of T-Test for 57 degree of freedom is 2.00 at the
.05 level of significance. The calculated T-Value for leadership
behavior for the two schools is 0.72, (see table IX).
This is less than the critical value. Therefore there is no
significant difference between the two schools in leadership behavior.
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Sunmary:
This stixiy investigated the degree of relationship that existed
among teachers' Job satisfaction, the principals' leadership behavior,
school climate, and working conditions in 15 selected Ethiopian
secondary school. To test these relationships 427 teachers in the 15
selected schools responded to the OCDQ, LBDQ, (Halpin and Croft 1957),
working condition and job satisfaction, questionnaire developed by the
researcher. The principals of the 19 selected schools also responded
only to a questionnaire on biographical data, developed by the researcher.
The results indicate that the variables with strongest influence on
job satisfaction are (1) working conditions, accounting for 31 percent
of variance in the dependent variable, r = .3110, and (2) leadership
behavior, accounting for 8.7 percent of variance in job satisfaction,
RSQ change = .0872. School climate has the weakest effect on job
satisfaction, contributing only 1 percent to variation in job satis¬
factions .
The Beta weight confirm these findings, working conditions has a
beta of .3743, leadership behaviors is next in strength with a beta of




Ihe result of the data on multiple regression analysis shows that
the variable with the strongest influence on job satisfaction is work¬
ing conditions, accounting for 317o of variance in the dependent
variable r sq = .3110. Ihe variable with the next strongest influence
is leadership behavior accounting for 8.7% of variance in job satis¬
faction. Rsq. change = .0872. School climate has the weakest effect
on job satisfaction, contributes only 1 percent to variation in job
satisfaction. The Beta weights confirms these findings, working con¬
ditions has a Beta of .3743, leadership behavior is the next in strength
with a Beta of .3292, while school climate has a Beta of only .0984.
In order to explain the following, it is necessary to examine
the working conditions of Ethiopian high school teachers. Generally
these are in a deplorable situation. For instance 757o of the teachers
vho responded to the questionnaire in working conditions stated that
the school in Ethiopia lack sanitary facilities, place to rest on
their break time, lounge, enough teaching materials, and stxxient material
such as desks. Looking at the Ethiopian high school situation in
relation to Herzberg Two-Factor theory, one can clearly see vkiy. satis¬
faction is influenced by conditions of schools (hygiene). Herzberg
(1959) in the findings of the two factor theory stated that when
negative attitudes are created, they produce job dissatisfaction.
About 80 percent of the respondents further stated that principals
and teachers are not working together as one unit. In relation to
Herzberg, it then follows that interpersonal relations of the super¬
ordinate to subordinate is negative, policy is made by a few in an
authoritarian system and administration is very strict and bureau¬
cratic, the supervision is inspectional and technical. About 85
percent stated that they do not receive advance information
affecting their jobs. 75 percent stated that teachers are not in-
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cluded in decision making processes vhich is affecting their jobs,
vhile 75 percent stated that teachers are not included in develop¬
ing curriculum vMch is actually affecting student learning. About
82 percent feel that teachers cannot freely discuss with principals
on their working conditions. Also about 80 percent stated that
principals do not socialize with teachers. However there is one
school in the sanple that has very good working conditions, that is
General Wingate School. It used to be the school for the elite and
high achievers. High achieving students, based on the results of the
Ministry of Education examination for the 8th grade nationally given,
are still placed in this school. The school is well equipped with
science laboratories and furniture and good sanitary facilities for
both teachers and students. It has good sports facilities including
soccer fields, which are not found in any other governmental schools.
This school is the example for all the teachers of vhat a school with good
working conditions should be. Teachers in the schools are therefore
dissatisfied with the conditions in their school when they compare theirs
with Wingate.
All the negative conditions analyzed above existing in Ethiopia
high school reflect that the principals are highly bureaucratic in
behavior. Without doubt, when job surroundings are not conducive to
the job security, fair treatment, good interpersonal relations and
adequate working condition environment, dissatisfaction increases.
Merzdorf (1984) in his research findings on organizational incentives
concluded that changes are needed in career and work rewards to make
secondary teaching a more attractive occupation able not only to re-
ciruit capable and qualified teachers but also to keep them in schools
functioning effectively. Efforts must be made, according to Merzdorf,
to enhance and supplement existing rewards by providing opportunities
for advancement and professional development and to reduce disincentives
by allocating conditions within schools, which limit the realization of
intrinsic rewards, the major source of job satisfaction for secondary
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teachers .
Looking at data analysis on leadership behavior, it is the next
variable that has strongest influence on job satisfaction. According
to the teachers v^o responded to the questionnaire on leadership beha¬
vior, about 55 percent claimed that the principal was not easy to
understand, 94 percent said that he has not made anything pleasant to
the staff members, 80 percent said that principals have no time to
listen to staff members, 60 percent claimed that principals are un¬
willing to make changes, 88 percent found the principals to be working
alone without group participation, vMle 90 percent said that the
principal do not treat the teachers as professionals.
All the claims of the respondents on leadership behaviors of the
principals show that the principal opjerate in a closed system rather
than open system. The principals are bureaucratic rather than considerate.
Hall in his research findings on Weberian Structure concluded that
any school organization that rates high on bureaucratic characteristics
always base authority on position within the hierarchy. Disciplined
conpliance with the rules regulations, and directives is the basic
principle of operation. Power is concentrated and flows from top to
bottom. Rules and procedures are innpersonally applied. The superior
always has the last say. Further more, promotions to administrative
positions typically go to those who have been loyal to the organization
and their supervisors. This is the type of structure that exist in
Ethiopian Secondary Schools.
In addition, the findings of the research on leadership behavior
terxi to relate to Hage's (1963) research findings on mechanistic struc¬
ture which says that schools that follow mechanistic model define roles,
rights, and obligations, and status districtions; have an elaborate sys¬
tem of rules and regulations; a hierarchial structure of control and
communication. In essence, Ethiopian secondary school principals are
highly formalized and centralized.
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School Climate
For any school climate, according to Leacok (1937), the essence of
human is human kindness. Blake (1981) express similar sentiments. Humor
can neutralize emotions break impasses, and give richness to constric-
tory events.
A leader with humor contributes to the enjoyment of his subordi¬
nates and builds a sense of spirit that motivates them in pursuit of
their goals. Humor promotes flexibility and flexible or situational
behavior and is a bench mark of effective administration. (Hersey and
Blanchard, 1977). Developing skillful interpersonal interfaces is
essential conponent in effective management training program for
school administrators.
Herzberg (1955) in his two-factor theory research on 200 engineers
and accountants, found out that positive events were dominated by
references to achievement, recognition, advancement, work itself, possi¬
bility of growth, and responsibility. He says further that motivational
factors such as achievement and responsibility mostly are related directly
to the job itself. The enployee's performance on the job and the recog¬
nition and growth that are secured from it will reinforce self actualiza¬
tion.
Halpin and Croft (1958) contented that the open school is most
preoccupied exclusively with either achievement of tasks or the satis¬
faction of social needs, but both emerge freely. In brief, the behavior
of both the principal and faculty is authentic.
High achievement may occur in a bureaucratic setting because produc¬
tivity is the goal of such institution. Regardless of his achievement
the climate reflects low trust and morale and high disengagement. The
performance of individuals will be dramatically increase.
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According to Halpin and Croft, the principal in this type of closed
climate is somehow ineffective. He bases everything on production em¬
phasis and close supervision. He is also unable to provide a dynamic
personal example for others to follow. These misguided tactics, v^hich
are not taken seriously by teachers, produce teacher frustration and
apathy. The behavior of both principal and teachers in the closed
climate is least genuine vhen inaufhenticity pervades the atmosphere of
the school. Even though the research literature has shown the iirportance
of school climate on the teachers morale and satisfaction, it is not a
strong factor in the Ethiopian Secondary School System. This could be
because there is not much variation in the climate of the school. The
entire system is very bureaucratic, the schools are all run in the same
way under the rules of the Ministry of Education. The principals and
teachers don't have much input into policy-making, innovation and manage¬
ment decision. Consequently the schools all have a closed climate so
this variable does not have much effect on Job satisfaction.
The researcher selected twD schools one school with the best faci¬
lities and most qualified teachers representing the other with poor faci¬
lities to see through t-test the difference between the two in job
satisfaction and working conditions.
Wingate represents hl^ly qualified teachers and above average
students, vMle Tikdem represents less qualified teachers and less quali¬
fied students from all classes. From personal first hand knowledge and
experience as a researcher Wingate has long reputation for its past
academic excellence by student performances on national school leaving
examination certificate examination. It was also known to cater to elites
and well-to-do family children, and used to receive the highest budgets
for its operation. Tikdem is an average achieving school, because it is
attended by Ethiopian masses. The school had poor facilities, poor
learning materials less qualified teachers and so on. The result of the
t-test showed that Wingate has significantly more job satisfaction
/
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than Tikdem with mean scores of 3.1 and 2.4 respectively.
From the findings it can be seen that in order to increase job
satisfaction of teachers in secondary schools in Ethiopia the Ministry
of Education mist act to improve the working conditions in the schools
and to encourage the principals to be more open and democratic in their
leadership styles.
This could be for the following reason;
1. It was observed that from its foundation, General
Wingate Comperhensive Secondary School was attended
mostly by selected teachers and selected students,
vhile Ethiopia Tikdem No. 1 Secondary School was solely
for the children of the masses.
2. It was observed that the principal and teachers of
Wingate School are from elite families and, teachers
from abroad, and they have better facilities, lodgings
and fringe benefits than the principal and teachers of
Ethiopia Tikdem No. 1 Secondary School, though there is
no difference in their salaries.
3. The students of Wingate Comprehensive Secondary School
have better equipped classrooms, better qualified
teachers and educational faculties than students at
Ethiopia Tikdem No. 1 Secondary School. These factors
have given Wingate a high reputation for academic
success than Ethiopia Tikdem Secondary School. As
the result Wingate students do better on the school
leaving examination than students at the other high
schools. Therefore teachers usually want to teach
at Wingate and the teachers who are there are gene¬
rally more satisfied than others because of the high
status and academic achievanent of the school in the
past and present time.
The same two schools were examined through t-test to see any
differences in their school climate. The result indicates that
Wingate with a mean score of 2.8 was significantly lower than Tikdem
with 3.1 indicating the Wingate has a more closed climate. The resear¬
cher observed the principals, teachers and students of the two schools.
General Wingate and Tikdem. Below are the observation of the researcher
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regarding the climate of the two schools.
4. The principal and teachers at Wingate Comprehensive
Secondary School are always at task to maintain the
prestige and status of the school. The administrator
at Wingate have high initiating structure and low con¬
sideration.
This is the reason vhy Wingate has a more closed climate than
Tikdem, according to the result on t-test in comparing the school
climates of the two schools.
RECCM^NDATION
1. It is of paranKxmt inportance and necessity that the working
conditions of teachers in Ethiopian Secondary Schools be inproved by
providing adequate facilities that are conducive to learning and
teaching environments - class rooms, provision of text books, lab¬
oratory equipments, desks, tables offices provision of chalks, hiring
of best qualified teachers, more teacher training schools, training
for its administrators and supervisors also counselors. In order to
reduce the size of classes the ministry of education must build more
class rooms, train more high school teachers, to increase the ratio of
teachers equivalent to the student number, develope a plan of opera¬
tion to encourage the community as a whole, to get involved in decision
making process, to raise money for the schools inprovement and encourage
students to be trained as high school teachers. Reward the best teachers
recognize teachers productivity efficiency and effectiveness through
school publication reports as teacher of the year.
2. Principal and teachers meetings must be regular and give room for
fullest contribution of teachers. This will make the teachers feel
good about themselves and their institutions and encourage them to be
more productive efficient and also increase their morale.
3. School should create an open - climate which will improve teachers -
administrators relations. In turn, both parties will be able to interact
share ideas and contribute effectively towards the goals and achievement
of the schools.
4. A healthy school climate needs to exist in order to pormote the
morale of the teachers, before school administrators and supervisors
"can exercise leadership there must be followership - and one can not
get willing followers by dictating or coercing" Bunamici, 1983, p. 10
Hous, to gain faculty support and utilize all of the faculty talent,
asministrators should use the democratic approach.
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5. Teachers must be encouraged to have an input in decision making
affecting their working career. Their insights into activities within
the classroom should not be ignored. With their involvement in the
planning stages, the success of inplementation is greatly enhanced.
Ownership is developed through involvement, and the greater the
ownership the greater the desire for success. This input can be put
into practice by giving the teachers association a greater voice in
decisions affecting jobs.
6. Women are a part of the Ethiopian Society as a whole. Thus, it is
necessary that women educators are encouraged to be principals of
Ethiopian Secondary Schools. The biographical data in the fifteen
schools, the researcher visited reflect that all the principals are males.
The exercise of sexual discrimination needs to be eradicated in the educa¬
tional system of Ethiopia.
Over-all, the process of education in Ethiopia must be channeled
to meet the needs of the society and transform it into a learning society.
In order to do this, human involvement and human resources finance are
needed.
This calls for the administrators at all levels to do away with
bureaucratic and traditional procedures and to create a vdiolesome
climate which will enhance the promotion of good working conditions,
better leadership behavior and existence of an outstanding school
climate that will promote learning. In the words of Bilillign Mandefro,
Ethiopia's minister of education (1984) "a man or a \<ioman without access
to culture and knowledge is without a soul.” Human living without access
to the possibility of raising their levels of skill and technology are
member of societies which will stagnate and die. Hence, it becomes
necessary that through good working conditions, healthy climate and
wliolesome leader, all citizens will have access to the understanding,
knowledge and skills which they have long been deprived of.
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Dear Respondents:
This poll is being taken to obtain research data for
doctoral dissertation in Educational Administration and Policy
studies at Atlanta University to fulfill the degree requirement.
It is for statistical purposes only and will be held in confi¬
dence. Please do not sign your name.
Please respond to the following statements, using the
SA = Strongly Agree, A = Agree, U = Uncertain, D = Disagree,








This information is being taken to obtain research data for my
doctoral dissertation in Educational Administration and Policy Studies
at Atlanta University to fulfill the degree requirement. It is for
statistical purposes only and will be held in condifence. Please do not
sign your name. Please provide the follovang information, and indicate
a tick by all those that apply.
1. Sex: Male Female
2. Age: 25-35 , 36-45 , 46-55 , over 55
3. Qualifications:
High School Diploma
Associate of Arts or Science Degree
B.A., or B.Sc.
M.A., or M.Ed., or M.Sc.
Ph.D or Ed.D or Ed.S
Specialist
Other (state)
4. Ebqjerience as administrator: 1 yrs. - 5 yrs. , 6 yrs., - 10 yrs.
over 10 5n:s.






1. There is a minority group of teachers
who always oppose the majority.
2. Teachers seek special favors from
the principals.
3. Teachers interrupt staff members
who are talking in staff meetings.
4. Teachers at this school stay by
themselves.
5. Routine duties interfere with the
job of teaching.
6. Teachers have too many conmittee
requirements.
7. Student progress reports require
too much work.
8. Administrative paper work is burdenr-
some at this school.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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9. Sufficient time is given to prepare
administrative reports.
10. Most of the teachers here accepted
the faults of their colleagues.
11. Staff meetings are organized accord¬
ing to a tight agenda.
12. Staff meetings are mainly principal
report meetings.
13. The principal runs the staff meet¬
ing like a business conference.
14. The rules set by the principal are
never questioned.
15. Teachers are contacted by the
principal each day.
16. Teachers are informed of the results
of a supervisors visit.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Disagree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Disagree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Disagree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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17. The principal makes all class
scheduling decision.
18. The principal schedules the work
for the teachers.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree




1. The principal makes his attitudes
clear to the staff.
2. He rules with an iron hand.
3. He criticizes poor work.
4. He assigns staff members to
particular tasks.
5. He v/orks without a plan.
6. He maintains difenite standards of
performance.
7. He emphasizes the meeting of dead¬
lines.
8o He encourages the use of iniform
procedures.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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9. He makes sure that his part in
the organization is understood
by all members.
10. He asks that staff members follov;
standard rules and regulations.
11. He lets staff members know what
is ejqsected of them.
12. He sees to it that staff members
are working up to capacity.
13. He sees to it that the work of
staff members is coordinated.
14. The principal does personal favors
for staff members.
15. He does little things to make it
pleasant to be a member of the
staff.
16, He is easy to inderstand.
17. He finds time to listen to staff
members.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Disagree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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18o He looks out for the personal
welfare of individual staff members.
19. He treats all staff members as his
equals.
20. He is willing to make changes.
21. He is friendly and approachable.
22. He makes staff manbers feel at
ease when talking with them.
23. He puts suggestions made by the
staff in to operation.
24. Ife gets staff approval on important
matters before going ahead.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
{ ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree




Teachers have job security in
Ethiopian Schools.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
Teachers have good aecomrodations
for themselves in school.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
The school buildings are well
constructed and conducive to
learning and teaching.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
Teachers have benefits such as
coffee break, lunch, etc. paid
for by the school.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
Teachers are not closely supervised
by their principals in their
classrooms.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
Principals treat teachers fairly in
Ethiopian School.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
Teachers are Informed in advance
about all things affecting their
jobs.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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8. Teachers are promoted without
discrimination.
9. Teachers receive fringe benefits
hospitalization, sick leave,
holidy pay etc.
10. Teachers and principal always get
along very well.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
11. Teachers perceive their principal
as a good guidance/clear directive.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
12. Teacher respect for their principal
is great.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
13. Principals - in return respect the
teachers.
( ) SA = Strongly Agree
( ) A = Agree
{ ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
14. Teachers always feel that the
school care about them.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
15. Teachers and principals always deve¬
loped school curriculum together.‘
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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16. Teachers always discuss freely about ( ) SA
their work perfomance with their I ) A =
principals. ( ) U =
( ) D =
( ) SD
17. Principals always socialize with
teachers.
( ) SA
( ) A =
( ) U =















1. I like the job that I have here
2. The work here is stimulating.
3. As far as this school is concerned I
wouldn't want to leave it to go to
another school.
4. I have good opportunities here for
advancement.
5. Teachers like the relationships with
each other here.
6. I am satisfied with the recognition
that I get for the work that I am
doing here.
7. I would encourage other teachers
to come here to work.
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
{ ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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8. I plan to leave this school as
soon as I can.
9. Teacher here stay away from class
for as long as possible.
10. Teachers rarely do extra work in this
school.
11. Teachers do not feel enthusiastic
about planning their work carefully.
12. Teachers are motivated by the
principal to work effectively/
efficiently.
13. Teachers and principals make
decision together on school rules.
14. Teacher are free to discuss
informally with principals
about their jobs.
Principals put the interest of
teachers as a priority of teachers
as a priority in school system.
( ) SA = Strongly Agree
( ) A = Agree
{ ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
( ) SA = Strongly Agree
( ) A = Agree
( ) U = Uncertain
( ) D = Disagree




( ) SA = Strongly Agree
( ) A = Agree
{ ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
17. The morale of the teachers are ( ) SA = Strongly Agree
high. ( ) A = Agree
( ) U = Uncertain
( ) D = Disagree
( ) SD = Strongly Disagree
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